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ABSTRACT

The article aims to find out the perception of human capital issues by entrepreneurs of small and medium-sized enterprises
within the V4 countries, who implement the concept of CSR in their managerial praxis. The paper is based on a questionnaire
survey with data collection from September 2019 to January 2020 with a total of 1585 respondents. Statistical methods of
Pearson's chi-square and z-score were used to test the hypotheses. The results revealed differences between countries in terms
of employees' turnover, perception of employees as the most important corporate capital, or the implementation of
participatory management style. On average, 93% of respondents consider employees the most important company capital
across the countries. There is also a strong consensus on the necessity of evaluating employee performance and motivation
to innovate work practices.On the contrary, differences in the opinion on staff turnover were found among researched
countries. The highest rate of turnover is among Polish entrepreneurs, and the lowest is in Hungary. With the growing
company's size, the turnover of employees is getting higher. A participative management style is mainly implemented in the
praxis by Slovak entrepreneurs (90%) and least by Hungarian (68%). However, Hungarian entrepreneurs are highly aware of
the fact that their employees try to increase their performance, and healthy competition prevails among them (74%). The
results may be interesting for those who promote or implement CSR in the conditions of the researched countries.
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INTRODUCTION

Nowadays, at a time of increased pressure to take responsibility for social and environmental issues, there
is an increasing emphasis on the corporate social responsibility concept (hereinafter referred to as CSR)
and its implementation. Many researchers deal with social responsibility, but their main focus is on large
companies because they represent the largest number of companies involved in CSR. SMEs have a
relatively small economic power, but on the other hand, they are considered as one of the main engines
of the economy, with a positive effect on employment, gross domestic product, and state income
(Kljucnikov ez al., 2016). SMEs also predominate in the subsector of essential strategic business services.
This caused an increasing trend of large companies to use SMEs in the form of outsourcing (Rocha,
2012). CSR practices are seen as potential tools that can be applied even for the SME segment (Belas ¢#
al., 2020). But as it is claimed by Jorge ¢z al. (20106), it is not possible to implement the CSR concept and
methodology used by large companies to the "specific reality" of SMEs without previous consideration
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of these specific conditions. So the tools that SMEs need to cope with in the implementation of CSR will
be different from the previously formalized tools used by larger companies (Gelbman, 2010).

If companies decide to adopt the concept of CSR and apply it to business practice, it is a long-term
process. Companies are aware of the benefits of the CSR idea. It is proven that the implementation of
CSR has a positive effect on product perception, brand loyalty, and image of the company, and CSR can
be used as an effective tool how to differentiate products from the other competitors and increase the
competitive advantage of the company (Lu ez 4/, 2020; Bardos ez al., 2020). Despite these competitive
benefits of CSR implementation, according to Boccia ez a/. (2019), price still remains the key criterion in
most of the customers' decision-making. The implementation of CSR has a positive effect on the attitudes
and behaviour of employees (Wang ez al., 2020), identification of the employee with the company, his
perception of involvement in meaningful activities, and motivation to work more (Breger ¢z al., 2020) or
lower employee's turnover (Vveinhardt & Sroka, 2020) while we must not forget, that even in the age of
automation, the human factor remains still irreplaceable (LLazanyi e a/., 2020). From the managerial point
of view, it is of particular interest to investigate the influence of CSR on sustainability or continuance of
the activity (Dayanandan ez a/., 2018).

The presented work examines, in the context of the Visegrad fourth countries, how the medium-sized
enterprises (SMEs) managers/owners, who implemented CSR into their company's praxis, perceive their
employees. Data were obtained through a comprehensive questionnaire survey, which was focused on
management, business risks, and the decline of small and medium-sized enterprises. The survey was
realized from September 2019 to January 2020. The structure of the article is the following: the theoretical
part presents the results of the literature review in the field of CSR in the international context, which
could be confronted with the authors' results. The next part of the article presents the aim of the work,
methodology, and scientific hypotheses. In the results section, not only findings of the study are
presented but these findings are also compared with the results of other studies. In last part of the papers,
the basic results of the research are formulated, including the limitations of the research.

1 THEORETICAL BACKGROUND

The European Commission (2011) defines CSR as the responsibility of companies for their impact on society.
Enterpreneurs should integrate social, environmental, ethical, consumer, and human rights aspects into
their businesses, and core strategy in cooperation with stakeholders to maximize creating common values
for owners / shareholders, other stakeholders and society, and also identify, prevent, and mitigate their
possible adverse effects.

Archie B. Carrol (2016) considers CSR as a concept of philanthropy, ethics, legal and economic areas of
business-society relations. Economic responsibility — creating added value - brings benefits to all stakeholders.
Legal responsibility — compliance with regulations and laws. Ethical responsibility — it is expected that
companies do what is right and fair for society — organizations adopt the activities, standards, and
practices that are expected, even if they are not clearly defined by law. Corporate philanthropy represents a
company's patticipation in activities, which are not expected to do, to do business ethically - what is right
for the whole society. Corporate philanthropy is identified by Zeng e al. (2020) as a significant factor for
customers and on the other hand as less relevant factors are consider ethical responsibility to consumers
and employees. Another definition of CSR is provided by the OECD (2001) which states the basic
elements of CSR as a business investment — providing jobs, ensuring the production of goods, and
services to meet consumer needs and work to bring companies the overall well-being and improve the
living standards of the population - thus providing better returns to their shareholders / owners.
Nowadays, Chojnacka & Wisniewska (2016) claim that there is no generally accepted definition of
corporate social responsibility. Based on many definitions, the concept of CSR can be understood as a
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balanced style of management between asset and risk management, taking into account the benefits of
all stakeholders (Hadj, Omri, Al-Tit, 2020). It refers to a business system that enables the production and
distribution of wealth for the betterment of stakeholders through the implementation and integration of
ethical systems and sustainable management practices (Godfrey, 2016). CSR implementation is useful for
businesses to mitigate the negative effects of enterprise's activities on the environment (Bikefe ¢z al,
2020), it could contribute to a better image of the company (Barakat et al., 2016) or even to get over
negative word-of-mouth (Alhouti e a/., 2021, Kang ez al., 2021). Through CSR, the companies strive for
a positive impact on the labor, social and natural environment and thus gain a competitive advantage and
ensure long-term sustainability (Stojanovic et al., 2020).

CSR implementation is more than just a trend (Thao ez 4/, 2019 and Stojanovic ez al., 2020). Nowadays,
according to some authors, it is necessary to ensure sustainable development. Through the
implementation of CRS, the companies could build their prestige, improve satisfaction and loyalty of
stakeholders, thus increase the value of the company, and CSR is the key factor in showing the
environmental or charitable activities (Gorgenyi-Hegyes & Fekete Farkas 2019). But despite of these
statements, according to Jorge e al. (2016), there is still a lot of SMEs managers who do not implement
the CSR concept because they are not informed about CSR practices or they do not know how they
should implement CSR in their practices.

The following benefits can be achieved through CSR's implementation: increasing of the intangible assets
of the organization (image, reputation, brand value,...) (Lee, 2016; Walker ¢ al., 2017); cost savings - CSR
activities lead to innovations reducing explicit costs (Du e a/., 2010; Marques Lourenco & de Sousa-Filho,
2020); increasing profits; quality and satisfied loyal customers (Yumei e al., 2021; Stojanovic ef al., 2020
Chen et al., 2019; Lu ez al.. 2019; Alhouti ez al., 2021); gaining a competitive advantage (Gorgenyi-Hegyes
& Fekete Farkas, 2019; Walker ef al, 2017; Bacinello ef al., 2020), increasing of the product market
perception — this statement is stronger in the competitive industries and for standardized goods (Bardos
et al., 2020) or customer loyalty (Lourengo & de Sousa-Filho, 2020); attracting investors (Du ez al., 2010;
Belas ez al., 2020; Stojanovic ez al., 2020) and many others advantages. Using various CSR activities, SMEs
also offer potential employees benefits that ensure their interest and subsequent loyalty (Stojanovic ez /.
2020; Brieger ez al., 2020). CSR also influences companies in the choice of business partners in supplier-
customer relationships (Ali et al. 2020).

Although SMEs reflect a considerable share in the economic activity, many of the studies are focused on
large firms only. According to Habek (2017), CSR is a relatively new concept in the V4 countries, but it
is expanding rapidly, especially through multinational companies. Some CSR issues are focused on
community, corporate governance, public — private partnerships, and prosperity. The most common
reasons, why companies do not implement CSR in V4 countries are: lack of employees with relevant
knowledge in this atrea, lack of information or benefits from the government, or lack of company's
financial resources (Zelazna ez al., 2020; Nagypal, 2014; Slaba, 2020; Lusnakova ef al., 2019).

Li et al. (2020) highlighted that most of the studies are focused on companies' financial performance.
From the employees' point of view (as employees are considered as one of the most important
stakeholders), Flammer and Luo (2017) suggest that improving a company's social responsibility brings
the following benefits: improving employee performance and helping to manage adverse employee
behavior. According to Reicher (2019) implementing of CSR concept has a positive impact on the
improvement of workplace morale. Galvas found a positive impact on implementation and enforcement
of CSR in the company in the context of employee engagement (Galvas, 2016) and Rupp ez a/. (2018)
also provide that not only on engagement but also on employees' health and organizational productivity.
The positive nature of CSR in the context of the company's employees is also confirmed by a study by
Brieger e al. (2020), who state if a company is socially responsible, it contributes to better identification
of the employee with the company, and thus the employee has a greater motivation to work more.
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However, the authors point out that this aspect can indirectly lead to workaholism. Vveinhardt & Sroka
(2020) analysed CSR as a useful tool for reducing employee turnover in the company. They confirm an
impact of CSR's implementation on the better position of employees and their lower turnover. This
research was not conducted from the managers / business owners' point of view but the employees'
perspective. Nazir and Ul Islam (2020), in addition to confirming CSR's contribution to employee
engagement, found that CSR implementation creates better workplace environment where employees
prefer collective gain over anindividual. Farrukh e# 2/ (2019) extended the knowledge of the positive
effect of CSR on the employees' engagement from the gender point of view and found out that this
positive effect of CSR is higher for women compared to men. CSR activities also significantly affect
employees' loyalty. At the same time, the results confirmed that the employee's loyalty is higher, which
has the positive impact on the company's performance and competitiveness (Stojanovic ez al., 2020; Ali
et al., 2020; Jia et al., 2019). Chen & Khuangga (2020) add that fair working conditions achieved through
CSR implementations contribute to higher employee performance.

Liu ez al. (2020) found a positive impact between the implementation of CSR in the company and the
level of innovation by employees. Another part of the study revealed a positive relationship between
employee-oriented CSR in the company and innovation, resp. their efficiency, caused by stronger
employment stability (lower turnover). Li ez al. (2020) also revealed in their research that through CSR
the companies are able to promote employee creativity and help employees to foster their innovative
behavior what could increase their job satisfaction and improve their participation in the activities of the
company. It is, therefore, appropriate to point out the positive impact of CSR on employees.

2 AIM AND METHODOLOGICAL BASES

The aim of the paper is to present the perception of employees by managers of small and medium-sized
enterprises in the V4 countries, who implement the concept of CSR in their practice. The article examines
the attributes of the perception of employees by these entrepreneurs from the geographical point of view
- by comparing individual V4 countries and from the company's size aspect - small enterprise (up to 49
employees) and medium enterprise (50-249 employees).

The questionnaire survey of small and medium-sized enterprises involved 454 Czech, 368 Slovak, 364
Polish, and 399 Hungatian representatives of managers / owners. Data collection took place from
September 2019 to April 2020 in the V4 countries (CR, SR, PL, HU). The purposive sample was as
follows: 8 250 SMEs in Czechia, 10 100 SMEs in Slovakia, 7 680 Polish SMEs, and 8 750 SMEs in
Hungary. The average rate of return for the questionnaires was as followed: Czechia 3,6%; Slovakia 5,5%,
Poland: 4,7%, Hungary 4,6%. The description of respondents sample is divided into individual V4

countries:

Czech Republic

o centerprise size: 290 (63.9%) micro enterprise (up to 9 employees), 107 (23.6%) small enterprise (from
10 to 49 employees), 57 (12.5%) medium enterprise (from 50 to 249 employees);

o  period of doing business: 27 (5.9%) up to 3 years, 28 (6.2%) from 3 to 5 years, 64 (14.1%) from 6 to 10
years, 335 (73.8%) more than 10 years;

o yespondent’s gender: 323 male (71,1%), 131 (28,9%) female;

o respondent’s age: 69 (15,2%) up to 35 years, 106 (23,3%) from 36 to 45 years, 122 (26,9%) from 46 to
55 years, 157 (34,6%) more than 506 years;
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Slovak Republic

o enterprise size: 216 (58.7%) micro enterprise (up to 9 employees), 106 (28.8%) small enterprise (from
10 to 49 employees), 46 (12.5%) medium enterprise (from 50 to 249 employees);

o  period of doing business: 23 (6.2%) up to 3 years, 30 (8.2%) from 3 - 5 years, 52 (14.1%) trom 6 - 10 years,
263 (71.5%) more than 10 years;

®  respondent s gender: 253 male (68,8%), 115 (31,2%) female;

o respondent’s age: 66 (17,9%) up to 35 years, 79 (21,5%) from 36 to 45 years, 106 (28,8%) from 46 to 55
years, 117 (31,8%) more than 56 years;

Poland

o enterprise size: 202 (55.5%) micro-enterprise (up to 9 employees), 85 (23.3%) small enterprise (from 10
to 49 employees), 77 (21.2%) medium-sized enterprise (from 50 to 249 employees);

o period of doing business: 46 (12.6%) up to 3 years, 47 (12.9%) from 3 to 5 years, 72 (19.8%) from 6 to 10
years, 199 (54.7%) more than 10 years;

o respondent s gender: 230 male (63,2%), 134 (36,8%) female;

o respondent’s age: 115 (31,6%) up to 35 years, 159 (43,7%) from 36 to 45 years, 90 (24,7%) from 46 to
55 years, 0 (0,0%) more than 56 years;

Hungary

o enterprise size: 268 (67.2%) micro-enterprise (up to 9 employees), 73 (18.3%) small enterprise (from 10
to 49 employees), 58 (14.5%) medium-sized enterprise (from 50 to 249 employees);

o period of doing business: 51 (12.8%) up to 3 years, 34 (8.5%) from 3 to 5 years, 62 (15.5%) from 6 to 10
years, 252 (63.2%) more than 10 years;

o respondent s gender: 275 male (68,9%), 124 (31,1%) female;

o respondent’s age: 62 (15,5%) up to 35 years, 131 (32,8%) from 36 to 45 years, 134 (33,6%) from 46 to
55 years, 72 (18,1%) more than 56 years;

The research is focused on the entrepreneurs who agreed with the concept of CSR and who had
implemented it in their managerial practice (consensus answers to statements X1 to X5). These papers
are focused on their attitudes to statements in employees' relations (T'1 to T5).

o XT: The owner (manager) should take into account the moral and ethical implications of his decisions.

o X2: [ know the concept of corporate social responsibility (CSR) and promote it in my managerial work.

o X3: CSR implementation allows onr company to gain a competitive advantage in the market and higher customer
loyalty.

o X4: CSR enables onr company to gain a good reputation and new business opportunities.

o X5: CSR enables onr company to acquire satisfied, loyal and motivated employees.

e T1:1I consider human capital in the company as the most important one.

e T2: The business owner (manager) should regularly evaluate the performance of their
subordinates and motivate them to innovate workflows.

e T3: Employee turnover is low and has no negative impact on my business.
e T4: 1 apply a participative management style (involving employees in decision making).
e T5: Our employees strive to improve their performance and competition among them prevails.
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Respondents were allowed to answer as follows (Likert scale): strongly agree, agree, disinterested,
disagree, strongly disagree.

Based on the segmentation of respondents into a selected group, which agreed with the statements X1
to X4 - specifically the positive approach of CSR and its implementation in the company, the sample of
respondents was adjusted as follows:

Czech Republic

o enterprise sige: total 81 enterprises: 46 (56,8%) micro (up to 9 employees), 25 (30.9%) small enterprise
(from 10 to 49 employees), 10 (12.3%) medium-sized enterprise (from 50 to 249 employees);

o period of doing business: 6 (7.4%) up to 3 years, 3 (3.7%) from 3 to 5 years, 10 (12.3%) from 6 to 10
years, 62 (76.6%) more than 10 years;

o respondent’s gender: 57 male (70,4%), 24 (29,6%) female;

o respondent’s age: 12 (14,8%) up to 35 years, 15 (18,5%) from 36 to 45 years, 25 (30,9%) from 46 to 55
years, 29 (35,8%) more than 55 years;

Slovak Republic

o enterprise size: total 80 enterprises: 43 (53,7%) micro (up to 9 employees), 27 (33,7%) small enterprise
(from 10 do 49 employee), 10 (12,6%) medium-sized enterprises (from 50 to 249 employees);

o period of doing business: 8 (10,0 %) up to 3 years, 7 (8.8%) from 3 to 5 years, 10 (12.5%) from 6 to 10
years, 55 (68.7%) more than 10 years;

o respondent’s gender: 44 male (55,0%), 36 (45,0%) female;
o respondent’s age: 18 (22,5%) up to 35 years, 13 (16,3%) from 36 to 45 years, 19 (23,7%) from 46 to 55
years, 30 (37,5%) more than 55 years;

Poland

o enterprise sige: total 111 enterprises: 61 (55.5%) micro-enterprise (up to 9 employees), 25 (22.5%) small
enterprise (from 10 to 49 employees), 25 (22.5%) medium-sized enterprise (from 50 to 249
employees);

o period of doing business: 14 (12.6%) up to 3 years, 13 (11.7%) from 3 to 5 years, 21 (18.9%) from 6 to 10
years, 63 (56.8%) more than 10 years;

o  respondent’s gender: 67 male (60,4%), 44 (39,6%) female;

o respondent’s age: 39 (35,1%) up to 35 years, 52 (46.9%) age from 306 to 45 years, 20 (18.0%) age from
46 to 55 years, 0 (0.0%) more than 56 years;

Hungary

o centerprise sige: total 147 enterprises: 93 (63.3%) micro-enterprise (up to 9 employees), 0 (0.0%) small
enterprise (from 10 to 49 employees), 54 (36.7%) medium-sized enterprise (from 50 to 249
employees);

o period of doing business: 19 (12,9 %) up to 3 years, 15 (10.2%) from 3 - 5 years, 19 (12.9%) from 6 - 10
years, 94 (64.0%) more than 10 years;

o respondent’s gender: 90 male (61,2%), 57 (38,8%) female;
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o respondent’s age: 22 (15,0%) up to 35 years, 43 (29.3%) from 36 to 45 years, 54 (36.7%) from 46 to 55
years, 28 (19.0) more than 56 years;

Statistical methods as Pearson's Chi-square test and Z-score were applied to determine statistically
significant differences between selected groups of respondents according to selected criteria (Meloun &
Militky, 2012).

The following hypotheses were defined in the research:

* Hla: there are statistically significant differences in the attitudes of managers using the
concept of CSR in their practice towards T1 depending on the country

e Hilb: there are statistically significant differences in the attitudes of managers using the
concept of CSR in their practice towards T1 depending on the size of the company

e H2a: there are statistically significant differences in the attitudes of managers using the
concept of CSR in their practice towards T2 depending on the country

e H2b: there are statistically significant differences in the attitudes of managers using the
concept of CSR in their practice towards T2 depending on the size of the company

e H3a: there are statistically significant differences in the attitudes of managers using the
concept of CSR in their practice towards T3 depending on the country

e H3b: there are statistically significant differences in the attitudes of managers using the
concept of CSR in their practice towards T3 depending on the size of the company

* H4a: there are statistically significant differences in the attitudes of managers using the
concept of CSR in their practice towards T4 depending on the country

e H4b: there are statistically significant differences in the attitudes of managers using the
concept of CSR in their practice towards T4 depending on the size of the company

* Hba: there are statistically significant differences in the attitudes of managers using the
concept of CSR in their practice towards T5 depending on the country

e Hb5b: there are statistically significant differences in the attitudes of managers using the
concept of CSR in their practice towards T5 depending on the size of the company

3 RESULTS AND DISCUSSION

Table 1 "I consider human capital in the company as the most important one." - the structure
of answers depending on the country

Cz 81 SK 80 PL 111 HU 147 Z-score
Z.-scotre
No. % |No. % | No. % | No. % p-value
strongly agree + agree | 77 9506 | 74 9250 | 103 9279 | 123 8367 |CZ/SK_ 0.6734 | 0.5029
disinterested 2 247 | 6 750 | 7 631 | 16 10,88 |CZ/PL  0.6414 | 0.5222
disagree + strongly 2 247 | 0 0,00 1 0,90 8 544 |CZ/HU 25074 | 0.0121
disagree
PL — Poland
y-quadrat 10,3386 CZ - Clzecllz Republliic HU — Hungary
x-quadrat p-value 0,0159 SK —Slovak Republic a = 0.05

(Source: own data collection)

To a large extent, entrepreneurs implementing the concept of CSR in their company practice strongly
agree that employees are the most important capital of the company. It was recorded the lowest values
in the case of Hungarian entrepreneurs, where in general, there is statistical significance between
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Hungarian and Czech entrepreneurs. The Pearson's chi-square values demonstrate statistical significance
between countries. There is a difference in the claim that there are statistically significant differences in
the attitudes of managers using the concept of CSR in their practice towards the importance of human
capital depending on the country. The hypothesis Hla was accepted.

Table 2 "1 consider human capital in the company as the most important one." - the structure
of answers depending on the size of the company

MICRO 243 SMALL 77 MEDIUM 99 Z-scote
Z-score —value
No. % No. % No. % p-va
strongly agree + agree 216 93,31 74 96,10 87 87,88 0.7951 0.4237
disinterested 19 8,12 3 3,90 9 9,09 | MS/ME -0.7361 0.4593
disagree + strongly disagree 8 3,42 0 0,00 3 3,03 -0.2884 0.7718
X-quadrat 0.6462 MS — micro and small sized enterptises — 0.05
¥-quadrat p-value 0.7239 ME — medium sized enterprises a=>u

(Source: own data collection)

In terms of the size of the company, it was not noticed that entrepreneurs implementing the concept of
CSR in their management practise have significant differences in their claims. The H1b hypothesis was

rejected.

Table 3 ""The business owner (manager) should regularly evaluate the performance of their
subordinates and motivate them to innovate workflows." - the structure of answers depending
on the country

CZ 81 SK 80 PL 111 HU 147 Z.-score
Z-score

No. % No. % No. % No. % p-value

strongly agree + agree 77 95,06 79 98,75 106 95,05 141 95,92 | CZ/SK  -1.3489 0.1770
disinterested 2 2,47 1 1,25 4 3,60 6 408 |CZ/PL -0.1404 0.8887

- n -
disagree + strongly 2 24710 000 | 1 09 | 0 000 |CZ/HU -03023| 0.7642
disagree
¥-quadrat 1,8835 ) PL — Poland
CZ — Czech Repubh.c HU — Hungary
¥-quadrat p-value 0,5969 SK — Slovak Republic a =005

(Source: own data collection)

Table 4 ""The business owner (manager) should regularly evaluate the performance of their
subordinates and motivate them to innovate workflows." - the structure of answers to
depending on the size of the company

MICRO 243 SMALL 77 MEDIUM 99 Z-scote
Z-score —value
No. % No. % No. % p-va
strongly agree + agree 231 98,72 75 97,40 97 97,98 -1.0684 0.2846
disinterested 10 427 1 1,30 2 2,02 | MS/ME  0.7108 0.4777
disagree + strongly disagree 2 0,85 1 1,30 0 0,00 09669 0.3320
X-quadrat 0.5079 MS — micro and small sized enterprises — 0.05
y-quadrat p-value 0.7757 ME — medium sized enterptises a=>u
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(Source: own data collection)

Managers / business owners strongly agreed that employee performance should be assessed and they
motivate them to innovate in work practices. It was not observed any significant differences between the
V4 countries. This is also applied to comparisons in terms of company size. Therefore, we reject the
hypotheses related to this statement (H2a and H2b) - there are no statistically significant differences in
the statement, that employee petformance should be assessed and managers / owners motivate
employees to innovate in work practices.

Table 5 "Employee turnover is low and has no negative impact on my business." - the structure
of answers depending on the country

CZ 81 SK 80 PL 111 HU 147 Z-score
Z.-score
No. % |No. % | No. % No. % p-value
strongly agree + agree | 53 6543 | 55 6875| 80 7207 | 91 61,90 |CZ/SK -04479 | 0.6527
disinterested 16 19,75 | 15 1875| 15 1351 | 41 27,89 |CZ/PL -0.9848 | 0.3271
i +
disagree + strongly 12 1481 | 10 1250 | 16 1441 | 15 1020 |CZ/HU 05284 | 0.5961
disagree
PL — Poland
-quadrat 8,9306 ‘
X-quadra > gZ—S(izecllzRepulglllic HU — Hungary
X-quadrat p-value 0,1775 K —Slovak Republic a=0.05

(Source: own data collection)

The statement of low employee turnover was least agreed by entrepreneurs in Hungary. However,
entrepreneurs in Poland had the most positive answers. On average, more than 2/3 of the sutveyed
entrepreneurs did not observe high employee turnover. However, Czech entrepreneurs did not agree
with this statement the most. Despite this, our research did not show statistically significant deviations in
the context of respondents' domicile. The hypothesis H3a was rejected.

Table 6 "Employee turnover is low and has no negative impact on my business." - the structure
of answers depending on the size of the company

MICRO 243 SMALL 77 MEDIUM 99 Z-scote
Z-score —value

No. % No. % No. % p-va
strongly agree + agree 170 72,65 51 66,23 58 58,59 1.9313 0.0536
disinterested 51 21,79 15 19,48 21 2121 | MS/ME  -0.1259 0.8966
disagree + strongly disagree 22 9,40 11 14,29 20 20,20 -2.5870 0.0096

X-quadrat 7.1049 MS — micro and small sized enterprises — 0.05
¥-quadrat p-value 0.0287 ME — medium sized enterprises a=>u

(Source: own data collection)

On the other hand, when comparing companies in terms of size, it was noticed the lowest employee
turnover in micro-enterprises (up to 73% of surveyed managers agree with low employee turnover, on
the contrary to only 9% of surveyed micro-enterprise managers who did not agree with this statement).
In this case, we accept hypothesis H3b - there is a statistical significance in the answers to the question
of employee turnover in the context of company size. From the results it could be confirmed that the
smallest employee turnover in companies, which implement the concept of CSR in their practice, is seen
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in micro-enterprises, followed by small and medium-sized enterprises. Following from this knowledge it
could be stated a negative correlation in the size of the company — if the company is larger in terms of
the number of employees than their employee turnover is higher.

CzZ 81 SK 80 PL 111 HU 147 Z-score
Z.-scotre
No. % |No. % | No. % No. % p-value
strongly agree + agree | 71 87,66 | 72 90,00 | 85 7658 | 100 68,03 |CZ/SK -0.4722 ] 0.6384
disinterested 7 864 | 4 500 | 17 1532 | 18 1224 |CZ/PL 1.9422 | 0.0524
is + .
disagree + strongly 3370 | 4 500 | 9 811 | 29 19,73 |CZ/HU 32756 | 0.0010
disagree
) PL — Poland
y-quadrat 27,4129 g% - Sclzeckli l}iepubblll'c HU — Hungary
¥-quadrat p-value 0,0001 K —Slovak Republic a=0.05

Table 7 "1 apply a participative management style (involving employees in decision making)." -
the structure of answers depending on the country

(Source: own data collection)

When the enterprises are segmented according to individual V4 countries, the participatory style of
management is mostly implemented in Slovakia. On the contrary, it is least implemented by
entrepreneurs in Hungary. Results point out statistically significant differences in the overall responses
to the applying of participatory management style. Hypothesis H4a was accepted.

Table 8 "1 apply a participative management style (involving employees in decision making)." -
the structure of answers depending on the size of the company

MICRO 243 SMALL 77 MEDIUM 99 Z-score

Z-scote —value
No. % No. % No. Y% p-vaiu
strongly agree + agree 173 73,93 70 90,91 85 85,86 -2.0922 0.0366
disinterested 31 13,25 5 6,49 10 10,10 | MS/ME  0.3196 0.7490
disagree + strongly disagree | 39 16,67 2 2,60 4 4,04 2.4635 0.0139

X-quadrat 0.4588 MS — micro and small sized enterprises — 0.05
¥-quadrat p-value 0.0396 ME — medium sized enterprises a=>u

(Source: own data collection)

From the enterprises' sized point of view, it is obvious that the small companies use a participative
management style the most, followed by medium-sized companies. This style is the least used in micro-
businesses. Research showed that more than 16% of entrepreneurs in micro-enterprises, who promote
the concept of CSR in their practice, do not use a participatory management style. Results noted
significant differences in responses in terms of company size, so hypothesis H4b was accepted.
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Table 9 ""Our employees strive to improve their performance and competition among them
prevails." - the structure of answers depending on the country

CZ 81 SK 80 PL 111 HU 147 7 ccore Z-score
No. % |No. % No. %o No. % p-value
strongly agree + agree | 50 61,73 | 48 60,00 | 61 5495 | 108 7347 [CZ/SK 02247 | 0.8289
disinterested 22 2716 | 20 2500 | 34 30,63 | 30 2041 |CZ/PL 09386 | 0.3472
disagree + strongly 9 11,11 | 12 1500 | 16 1441 | 9 612 [CZ/HU -1.8395 | 0.0658
disagree
- PL — Poland
¥-quadrat 12,0369 CZ — Czech Republi.c HU — }({)j;lgary
¥-quadrat p-value 0,06115 SK — Slovak Republic ' =

(Source: own data collection)

From the V4 countries point of view, it was not recognized statistically significant differences in the
statement that the company's employees strive to improve their performance and competition prevails
among them. Polish entrepreneurs agree the least with this statement, while the most positive answers
were recorded by Hungarian companies. The H5a hypothesis was rejected.

Table 10 "' Our employees strive to improve their petformance and competition among them
prevails." - the structure of answers depending on the size of the company

MICRO 243 SMALL 77 MEDIUM 99 Z-score
Z-score —value
No. % | No. % | No. % p-va
strongly agree + agree 159 67,95 43 55,84 65 65,66 -0.4578 0.6455
disinterested 58 24,79 22 28,57 26 26,26 | MS/ME  -0.2526 0.8026
disagree + strongly disagree | 26 11,11 12 15,58 8 8,08 1.0553 0.2891
X-quadrat 1.1151 MS — micro and small sized enterprises ~0.05
¥-quadrat p-value 0.5726 ME — medium sized enterprises a=>u

(Source: own data collection)

In the case of the company size, the least positive answers were observed in the segment of small
businesses. Medium-sized companies had the lowest level of dissenting responses in this context
compared to smaller companies. As the statistical calculations did not show significant differences in the
claims, the H5b hypothesis was rejected.

Comparing the results with other studies, it could be confirmed that more than 95% of entrepreneurs
implementing the CSR concept into management practice agreed with the statement that managers
should regularly evaluate the performance of employees and motivate them to innovate work procedures.
As it was pointed out by Liu et al. (2020), the implementation of CSR increases the commitment of
employees to work process innovation.

The results of the study further showed that 2/3 of employees in CSR active companies strive to increase
work performance and competitiveness in the employee team. This allows expressing a certain
association with the results of Galvas (2016), Wang ez a/. (2020), and Nazir & Ul Islam (2020), which
proof an increasing interest in employees and thus increase their loyalty to employers. Flammer & Luo
(2017) also note the positive influence of CSR implementation in companies on increasing employee
performance and behavior, or as it is mention by Breger ez a/. (2020) on their motivation to work more.
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Involvement of employees in the decision-making process, e.g. by knowing employee's opinion on the
object of decision-making, from the point of view of psychology, has a significant influence on loyalty
and involvement towards the company (Galvas, 2016; Stojanovic e al., 2020; Ali ez al., 2020; Jia et al.
2019). In this context, the research showed that the participatory management style is the most applied
by Slovak entrepreneurs - this could reflect the fact that Slovak companies have the most active
employees in the overall involvement in the company's activities - innovation and healthy competition
between colleagues. But, on the other hand, Slovak entrepreneurs perceive employee involvement as the
second-lowest compared to the others researched countries where the Hungarian segment is the leader.
In the terms of company size, significant negative differences can also be seen in the comparison —almost
91% of small companies are implemented participatory management style in their practice, but on the
other hand in case of involvement only 56% of this segment agrees with increasing of employee
performance.

According to Vveinhardt & Sroka (2020), socially responsible organizations have lower employee
turnover and arouse satisfaction and loyalty (Gorgenyi-Hegyes & Fekete Farkas, 2019). The results found
that the size of the company plays an important role in this case. The findings highlight that the bigger
company is the higher turnover of employees is in the company (from the point of view of managers /
owners).

CONCLUSIONS

The aim of the article was to find out the entrepreneurs' perception of CSR implementation into their
business practice, to employees and thus to expand the knowledge by comparing this perception from
the small and medium-sized enterprises in V4 countries. In some cases, significant differences were
confirmed.

The results showed that small and medium-sized enterprises in V4 countries applying CSR to
management practice, consider human capital as the most important without significant differences
between countries and company size. The issue of measuring performance and the subsequent
motivation of employees is very desirable and used by entrepreneurs. On average 98% of entrepreneurs,
in each type of business size, consider performance measurement and motivation as very important,
which is reflected in increasing performance, "healthy" inter-employee competition, or reducing
employee turnover. From the fluctuation point of view, the lowest fluctuation was recorded among
Hungarian entrepreneurs and the highest fluctuation was in Poland. The results showed that employee
turnover differs significantly in the classification of the companies by size — if the company is larger the
employee turnover is higher.

In the case of participatory management implementing by enterprise management, thus involves
employees in the decision-making process, it was noticed significant differences between countries. Up
to 90% of Slovak entrepreneurs involved in CSR activities apply a participatory management style. On
the contrary, the least rate of implementation is recorded by Hungarian companies, only 69%. In terms
of size comparison, small enterprises, followed by medium-sized enterprises, use the participatory
management style the most in the V4 countries, and micro-enterprises use this style the least. Even in
this area, there are statistically significant deviations.

Looking at answers to the question of whether employees of companies are trying to increase
performance and "healthy" competition prevails among them, it was found, despite several negative
values, that Hungarian entrepreneurs agree with this statement - almost 74% of managers agree that their
employees try to increase performance and "healthy" competition prevails among them. On the contrary,
the lowest percentage of agreement (55%) is in Polish companies.
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The limitation of this article is a statistical comparison of the perception of human capital only at the
level of entrepreneurs implementing CSR in their companies. Comparing these results with entrepreneurs
who do not implement CSR in their managerial practice can expand the knowledge and regard whether
the implementation of the CSR concept in small and medium enterprises in the V4 countries has a
positive or negative impact on human resources. The future studies of the authors will deal with the
comparison of these results in the context of entrepreneurs who do not implement the concept of CSR.
Another limitation factor of the study is following from the fact, that the study is focused only on the V4
countries, therefore it can not be stated that the results are generalizable. Despite mentioned limitations,
this study can be seen as a starting base for future research on a larger sample with different countries in
the world which do not have a comparable business environment. Future comparisons between
companies could highlight better knowledge.

The results of the paper may be interesting for organizations that aim is to promote or implement CSR
in the researched countries. The findings of the study can further help other entreprenecurs to consider
the benefits of being socially responsible in the context of the working environment.
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